An extensive literature review covered two perspectives, namely, 'Human resource management (HRM) predict organizational performance' (OP), and intellectual capital predicts organizational performance. However, the linkage of "whether a bundle of good HR practices facilitates intellectual capital, which then leads to better organizational performance" is still a research gap.
Introduction
In the competition era depending on the knowledge and skills, no organization could success without human resources capabilities in order to achieve sustainability. Organizations need to adopt HR practices in order to manage their valuable and talented employees (Chahal & Jyoti, 2016) . High-performance work system has been the interest of scholars over the last 20 years (Boxall & Macky, 2009) , it has been seen added advantage for firms and achieve better outcomes (Shin & Konrad, 2014) .Otherwise, there is a growing interest in studying the construct of Intellectual Capital (IC) as it should be involved within organization strategy in order to achieve better outcomes (e.g Nahapiet & Ghoshal, 1998) . In knowledge -intensive firms such as: Health Care, where the value accrues from high-quality services provided by medical staff as result of collective and synergetic human efforts (Yang & Lin, 2009) .Therefore, effective HR system may facilitate the aggregation of an Intellectual capital at the organizational -level in the challenging times.
Because every firm adopts its own practices, Deciding the good HR practices that achieve better outcomes is still problematic (Torre & Solari, 2011) . However, this study devoted to the investigation of good HR practices namely, high-performance work system (HPWS). It is our focus that IC is aggregated over time through the impact of daily investments in best bundle of HRM practices.
An extensive literature review covered two perspectives, namely, 'Human resource management (HRM) predict organizational performance' (OP) (e.g. Delaney & Huselid, 1996) , and intellectual capital predicts organizational performance (eg. Subramaniam & Youndt, 2005) . However, the linkage of "whether a bundle of good HR practices facilitates IC , which in turn , leads to better business performance" is still a research gap. especially, in healthcare organizations. where OP depending on the synergic impact resulting from the sum of skills, knowledge and professional's capabilities. Accordingly, this study attempts to answers the following questions:
(1) Can HPWS as a bundle of HR practices explain the multidimensional view of intellectual capital? (2) Do human, social and organizational capital can best explain perceived organizational performance? (3) Can intellectual capital 's dimensions mediate the relationship between HPWS and perceived organizational performance?
The context of our study -The Private healthcare hospitals in Arab Republic of Egypt -added value to the literature for two major reasons. First, hospitals or health care organizations rely , primarily, on a highly knowledgeable staff ex. Nurses, Medical staff. Thus , this sector would be a valuable sector for collecting the research data related to the significance of IC dimensions . Second, Private hospitals much care about their investments and performance. Thereby, investments in good HR practices would be observable.
Theoretical background High -performance work systems
HR literature concern about HR practices that can lead to organization performance. HPWS was one of their concerns, sometimes called high-performance HR practices , which are composed of different set of practices that improve business performance (Chahal & Jyoti, 2016; Ugheoke, et al., 2015) . HPWS is viewed as a system of interconnected and reinforcing HR practices including performance appraisal, selective staffing, clear job description and training. this system aims to attract, acquire, manage, retain workers (Wang & Chen, 2013; Way, 2002) , especially high-quality human capital (García-Chas, Neira-Fontela, & Varela-Neira, 2016) . such practices enable employees to exercise decision making and possess superior abilities, in order to achieve continuous improvement (Way, 2002) .
Compared with HR practices, HPWS has been shown to be effective in encouraging employee to recognize organizational goals and work hard to achieve it (Chahal & Jyoti, 2016) . Such systems that stimulate the interaction between management and labor (Aghazadeh & Seyedian, 2004) help firms to manage their employees and promoting good firm performance (Qiao, Wang, & Wei, 2015) . Empirical studies have shown that systematical implementation of HPWS as a bundle (which mean recognizing HR practices via a coherent work system) is the key factor to achieve positive outcomes (Wallner, Menrad, & Thurner, 2012) and produce system-wide effect (Ingvaldsen, Johansen, & Aarlott, 2014) .
Intellectual capital
Although, IC is the interest of various researchers, there is a variety in conceptualizing and developing a preciously definition for the term. Brooking (1996) defined intellectual capital as combined intangible assets. Stewart (1997) conceptualized IC as an organization's collective brainpower or useful knowledge. These definitions aren't enough for identifying the truly value added by this term, they are only capturing the term from static view-the available knowledge or intangible assets in the organization- (Rossi, Cricelli, Grimaldi, & Greco, 2016) .
Other researchers identify the term as the outcome of the knowledge processes in the corporate. For example ; Hall (1992) view IC as transforming the organization's resources into intangible assets having extra -added value. Alipour ( 2012) viewed the construct as the difference between organization's book-value and organization's market -value ,which can also be stated in its financial reports. Riahi-Belkaoui (2003) . revealed that IC should be recognized as the value of talented people in the organization. According to these interpretations, IC -from the dynamic view -could be presented as deployment of intangible assets and their interaction to produce value directly and indirectly (Rossi, Cricelli, Grimaldi, & Greco, 2016) . As well as, it is the collective knowledge in organization utilized for achieving competitive advantage (Wang & Chen, 2013) . Intellectual capital is also defined as the sum of information, knowledge, know-how, and experience held by workers in firm to create a competitive advantage (Dženopoljac , Janoševic, & Bontis, 2016) .
From the former definitions, the author interprets IC as the current and potential intangible assets that create sustainable value for the organization. In addition, The obvious illustrations assert the importance of IC for companies and encourage for conducting more researches for IC-OP relationship.
Main Components of IC.
The author considered three main dimensions as it has been reviewed by researchers within healthcare sector (Yang & Lin, 2009 ), which are: human capital (HC), structural capital or organizational capital(OC) and social capital(SC).
Simply, HC relates to entire resources and assets related to a firm's workforce (Alipour, 2012) . Human capital is the collective skills, abilities and knowledge embodied in the individuals working in a firm (Fu, 2013; Wang & Chen, 2013; Asiaei & Jusoh, 2015) , i.e. the intelligence of organization members (Inkinen, 2015) . In addition, Wang, et al. (2014) defined HC as the total individual's knowledge , competences, attitude, skills and experience. On the other hand, organization my face a main problem with human assets-they are hard to be owned by the organization-. Unfortunately, the employees' departure means the possibility for losing some of company's power or knowledge ,thus competitive advantage (Bontis, Keow , & Richardson, 2000) . The company must have the capability to aquire new fresh knowledge assets and retain the best ones for achieving continuous advantage to the company. Whereas, SC is ''invisible power'' relates to the actual and potential knowledge embedded within significant network of relationships among individuals , organizations or community members (Jiang & Liu, 2015; Inkinen, 2015) . specially, informal interactions among organization members (Asiaei & Jusoh, 2015) , which characterized by collaborative trusted environment in which knowledge flows freely (Youndt & Snell, 2004) . It has been approved that effective knowledge sharing contribute to improve learning capabilities that embedded in relationships between firm and its external stakeholders (Wang, Wang, & Liang, 2014) . For empirical limitations, This study focused only on the knowledge remain within the internal network of relationships among firm's people.
Regarding OC, it was defined as the institutionalized knowledge embedded and stored in the firm's proceduers, structure, system, notes and manuals (Fu, 2013; Youndt & Snell, 2004; Inkinen, 2015) . OC consists of all the non-human firms storehouses of knowledge in firms, belongs to the firms itself (Agostini, Nosella , & Filippini, 2017) . it can also be defined as the value of "what residue in the company when employees go home for the rest of the day (Bontis, Keow , & Richardson , 2000) .
Scholars agreed that conceptual separation of these three dimensions of IC is evident from how each aspect aggregates and disseminates knowledge differently (Subramaniam & Youndt, 2005) . A natural outcome of these differences is that each of these dimensions of intellectual capital requires unique kinds of investments (Youndt & Snell, 2004) and has different influences on both organizational capabilities (Subramaniam & Youndt, 2005) and performance (Andreeva & Garanina , 2016) .
Intellectual Capital can be considered as a valuable asset for any organization. It can play a significant role in the creatingvalue process and for improving business performance (Rossi, Cricelli, Grimaldi, & Greco, 2016) . Intellectual capital -from the resource-based view-, is considered as a strategic, intangible asset that can positively influence the future of the organiztion (RiahiBelkaoui, 2003) . Intellectual capital assets could take different forms such as; organizational values , internal relations, infomation, Knowledge , competence regarding the system, procedures, and relations with stakeholders (Rossi, Cricelli, Grimaldi, & Greco, 2016) . Various scholars suggested that IC effects positively the organizational financial performance and its market value ( Chen, Cheng, & Hwang, 2005) .
HPWSs and IC
HR managers tend to invest and develop the qualified employees ( i.e maximizing their human capital), and the main purpose of such investments is improving firm performance (Bontis, Crosson, & Hulland, 2002) . HPWSs have long been accepted as an effective way of fostering HC within firms. Since firms invest in employees but don't actually own them. thus, firms must apply methods to retain best employees and ensuring that they act in firm's interest (Snell & Dean, 1992) .
Studies have the link between intellectual capital dimensions and firm investments in specific HR practices. One of the most obvious methods used to enhance the pool of human capital is through people they acquire (Delaney & Huselid, 1996) . The organization needs to identify and attract superior professionals, and this can be achieved by HR practices such as: recruitment and comprehensive staffing practices that optimize the appropriate skills needed for organization development (Huselid, 1995; Fu, 2013; Wang & Chen, 2013) .
A higher level of HC can also be obtained through extensive training. The ability to provide formal and informal training programs, such as on-the-job experience, may enrich the employees' knowledge and skills essential for firm success (Huselid, 1995; Snell & Dean, 1992; Fu, 2013; Wang & Chen, 2013; Delaney & Huselid, 1996) . Furthermore, The pool of skilled workers will be limited, if they are not effectively motivated (Delaney & Huselid, 1996) . workers would do more efforts into developing the job-related knowledge, if the rewards or incentives are related to the gaining and retaining of such knowledge (Fu, 2013; Wang & Chen, 2013) . Based on the above discussion , this paper expects that human capital stock will likely be affected by the implementation of of HPWSs.
H1. HPWSs have a positive impact on human capital. Studies showed that HPWSs could contribute to organizational capital by different ways. First , implementing selective staffing through which new employees are selected according to the fit between their attributes and organization culture (Fu , 2013) . second, organization could implement training programs through which new employees can become aware with the current organizational structure, procedures, values , systems and policies databases (Fu, 2013; Wang & Chen, 2013) . Third, Interactions among employees and through work-group -as an inherent aspect of HPWSs-is promoted to serve as a vital key for integrating and sharing knowledge within the firm (Nonaka, 1994) .Thus, we expect that Highperformance work systems could provide the mechanisms for enhancing the development of organizational capital. Accordingly, the study developed the following hypothesis:
H2. HPWSs have a positive impact on organizational capital. HRM practices could play a vital role in developing social relations among employees by enhancing the ability, motivation and opportunity for assessing one another's knowledge. scholars assert that HPWSs can play significant role in the development of a firm's social capital by motivating and expanding opportunities for social interactions between employees (Yang & Lin, 2009 ). These interactions facilitate the development of friendships, confidence, and knowledge share. e.g practices such as extensive training and effective communications could enhance SC through expanding the interpersonal communication, expanding deep interactions and knowledge exchange (Yang & Lin, 2009 ). Leana & Buren (1999) revealed that selection and employment according to personnel -social interests and ability could improve organizational internal SC. On the basis of the above reasoning, we hypothesized the following:
H3. HPWSs have a positive impact on social capital.
HPWSs and Organizational performance
HPWS as a bundle of HR practices encourage and motivate workers to reinforce storing knowledge and Contributing to organizational performance. It is asserted in the literature that HR practices -as a bundle -are interconnected with each other to produce the synergistic effect on business performance (Chahal & Jyoti, 2016) .
There are several models in the Theoretical foundations described the causal link between HR practices and performance including the resource-based view and behavior theory. the Resource Based -view has been used to interpret how HRM can impact firm performance (Takeuchi, et al., 2007) . some scholars argued that-due to the uncertainty in business environment-HPWS has a positive impact on organizational performance, through which employees generate superior outcomes, these outcomes are valuable and rare i.e intellectual capital, which in turn results in achieving superior indicators of firm performance (Way, 2002; Wang & Chen, 2013) .
the Behavioral theory is widely used as an example of the theory that aims to describe the causal link between human resource practices and organization performance through the AMO framework -ability , motivation and opportunity - (Shin & Konrad, 2014; Cafferkey & Dundon, 2015) . Studies revealed insights into the effect of HPWS on work outcomes (Kalmi & Kauhanen, 2008) considering it as the black box in the linkage between HPWS and business performance (García-Chas, et al., 2016) . In summary, extensive literature examined the HRM and performance link (e.g.,. Delaney & Huselid, 1996; Way ,2002; Arthur ,1994; Boxall & Macky , 2009) , However, limited studies examined this relationship in the health care sector (e.g Yang & Lin, 2009 ). On the basis of the above reasoning, we hypothesized the following: H4. HPWSs have a positive impact on organizational performance.
Intellectual capital and Organizational performance
Human capital and OP: previous scholars discussed the effect of human capital on different aspects of performance, such as employee performance (Liao, Toya, Lepak, & Hong, 2009 ) and innovation performance (Agostini, Nosella , & Filippini, 2017) . talented workers are likely have the ability to potentially enhance firm performance (Asiaei & Jusoh, 2015) , by increasing value to customers and decreasing operation and service delivery costs (Youndt & Snell, 2004) . For example, a study by Wang, Wang, & Liang (2014) investigate the impact of human capital on OP within a sample of high-technology firms in China, the study found that human capital plays a significant role in enhancing both operational and financial performance. In addition, empirical findings showed that there are positive relationships between IC-including human capital -and firm performance (Kalkan, Bozkurt, & Arman, 2014) (Gogan, Artene, Sarca, & Draghici , 2016) Social capital and OP: the knowledge embedded within social networks i.e. the relationships among workers. These knowledge may enhance creativity and problem solving process. Furthermore, it tends to increase operation and service delivery quality. SC is more valuable when information and knowledge sharing flow easly within members, and this helps the firms to achieve higher productivity and competitive performance (Chia, Yahya, & Yean, 2016) . Additionally, however, social capital should improve organization performance, by reducing work costs, as a result of increasing the organization's information processing capacity (Asiaei & Jusoh, 2015; Youndt & Snell, 2004) .
Organization capital and OP: Studies showed that organizational capital could have a positive outcome (Asiaei,2014), and others explain that relationship. for example, Wang (2010) discuss how organizational capital could facilitate innovative capabilities, providing knowledge system, avoiding repeating mistakes and sustaining knowledge. Another study by Youndt & Snell (2004) highlighted that organizational capital reduce work costs and better serving customer by minimizing mistakes and processing information in efficiency way. moreover, the entire company's knowledge-system may lead to quickly and accurately solve customers' issues. On the basis of the above reasoning, we hypothesized the following: 
The mediating role of intellectual capital
Some researchers have found that HPWSs affect organizational performance through improving intellectual capital (Fu, Bosak, Rousseau, Morris, & O'Regan, 2015) . studies such as Youndt & Snell, (2004) who indicated that different HR programs are related to the three forms of intellectual capital, which in turn related to organization performance. In the same way, Yang & Lin (2009) and Snell & Dean (1992) discussed that HR practices can assist companies performance by investing in building intangible IC, including skills and experiences.
HPWSs mission is to select and develop talents through practices. such practices were found to be positively related with the level of collective knowledge embedded in employees in the organization i.e. human capital (Takeuchi,2007) , improving organizational capital (Fu, 2013; Wang & Chen, 2013) , enhance interpersonal communications as important resources ,which can force organization performance (Jiang & Liu, 2015) . based on the above reasoning , this paper argued that having an effective bundle of HR practices ( as a coherent system ) that can accumulate human , social and organizational capital , may improve firm performance. As shown in figure I , the conceptual model hypothesized that there is a direct effect for HPWSs on intellectual capital ,and indirect effect on perceived organizational performance through the mediating role of human, social and organizational capital . 
H6. IC mediate the relationship between

Research method
Survey procedure and sample A questioner survey was employed to collect data for our field of interest. The questionnaire was distributed to the HR executives in Private hospitals located in Great Cairo, with 198 responses. The study first pre-test the questionnaire through various steps (Cavana, Delahaye, & Sekeran, 2001) . First, we test the face validity by viewing the measures used in the questionnaire, in order to assure that they cover the construct they intend to measure. Then , the final draft of the survey was distributed and verified through a sample of 30 healthcare's staff within the private hospitals. Finally, we assessed the reliability of the constructs using Cronbach's α coefficient) Table I (. The α scores for all constructs used in our study exceeded the recommended cut-off score of 0.70 (Nunnally, Bernstein, & Berge, 1967) . 
Variables and Measurement
this current research relies on perceptual measures in capturing all data needed for conducting the analysis. OP-dependent variable: Perceptual measures are usually used in capturing the organizational . The subjective methods-based on perceptions-have been applied in various empirical researches (Asiaei & Jusoh, 2015; Muduli, 2015; Singh, 2004; Chand & Katou, 2007) . According to Zhu & Bao (2015) , it is more relevant to use subjective measure than the objective measure , in case of confidentiality and difficulties in obtaining information. OP was measured using an instrument developed by (Delaney & Huselid, 1996) , the variable was conceptualized by seven indicators relating to executive's perceptions of their hospital's performance over the past three years , compared with other hospitals similar to them. using a five-point Likert scale with anchors "significantly below average" and "significantly above average." This scale has been widely used in previous studies (Singh, 2004; Takeuchi, et al., 2007) .
IC mediation variable: in order to capture IC level in the hospitals, the executives asked to express their opinions regarding a total 11 questions adopting from (Yang & Lin, 2009 ). IC includes three components namely human, social, organizational capital , which were conceptualized with three or four indicators .the construct outlined in the survey by using the five-point Likert scale (1= strongly disagree, 5= strongly agree).
HPWSs-independent variable: HPWSs construct encompassed of 16 items adapting from (Michaelis, Wagner, & Schweizer, 2015) , express the five widely -used dimensions : selective staffing, participation, training , performance appraisal, and clear job description. a five-point Likert-type scale ranged from strongly disagree to strongly agree was used.
Data Analysis and Results
The study aims to measure and explain five main latent Constructs. first construct is High-performance work system (HPWS), which include five sub-latent constructs measured as follow:
• Training (TR): Train_1,Train_2 and Train _3.
• Participation (PA): Par_1,Par_2,Par_3 and Par_4 • Selection (SL):Sel_1,Sel_2 and Sel_3 • Performance appraisal (PR):Per_1,Per_2 and Per_3
• Job description ( JB):Job_1,Job_2 and Job_3 Second, thirds and fourth latent constructs related to intellectual capital: -Human capital (HC), was measured by four observed variables HC_1, HC_2, HC_3 and HC_4. -social capital (SC) was measured by three observed variables, SC_1,SC_2, and SC_3. -organization capital (OC) was measured by four observed variables OC_1,OC_2,OC_3and OC_4. Finally organization performance (OP) was measured by seven observed variables,OP_1,OP_2,OP_3,OP_4,OP_5,OP_6 and OP_7.
The measurement model
After assigning the relevant measured variables to each latent construct as indicated in (figure II). AMOS (v.22) was employed to assess both the measurement and structural models. The validity of the measurement model depends on the goodnessof-fit results that were employed in previous researches (ex . Chahal & Jyoti, 2016) . the overall model fit was indicated in the (table II) . Overall, the findings showed that the validation of the model is at acceptance levels. e.g. CMIN/DF is less than 5 . furthermore, GFI ,CFI and TLI are close to score 1 ,which can indicate good model fit (Hair, et al., 2010) . additionally, the indicators loadings on their relevant variables is higher than 0.5.
Considering the relatively small sample size and complexity of the model, we thought that the results are acceptable. Confirmatory factor analysis (CFA) was applied to assess the construct validity for all the measures used. using both SPSS and AMOS. we evaluated the construct reliability by conducting composite reliability (CR) and Cronbach's alpha test. the results were at acceptance scores (Malhorta, 2010) ; CR for all construct > 0.8 and greater than 0.7 for Cronbach's alpha test, see (Table III) . Construct validity can be tested through the estimation of each measure's convergent, discriminate validity and factor loading for each item. convergent, and discriminate validity were used widely in various studies (e.g. Asiaei & Jusoh, 2015; Chahal & Jyoti, 2016) . For convergent validity, the average variance extracted (AVE) scores have their ranges between 0.697 and 0.904. In addition , Discriminate validity was tested by comparing the square root of AVE for each construct with the correlations with other constructs (fornell & larcker, 1981) (Hair, Anderson, Babin, & Black, 2010) . the results indicate that AVE for the constructs was higher than their multiple correlations with the rest of the constructs, which support the discriminate validity for the constructs.
The structure model
To answer the research questions, Structure equation model was used to empirically test the proposed model. There were two main steps that was used.
An initial step included measuring the SEM model fit (Table V) . According to the indices presented in the table below , all extracted fit values are within acceptable levels. The Second step ) testing the hypotheses ) included extracting the path coefficients for the direct and indirect effects.
The correlation between variables was extracted as shown in Table III . the interrelations between intellectual capital dimensions were significant except for organizational capital. Additionally, OC wasn't correlated significantly with any other variable. That's mean, in our sector of analysis ( i.e private health care organizations), organizations don't give much attention to OC, they depending on their available talented people (i.e human capital) and their internal network ( i.e . social capital) for achieving the reputation they need. Table ( VI) presents the standardized coefficients for direct and indirect effects. The hypotheses H1 till H3 examining the impact of HPWSs on Intellectual capital's dimensions . according to the results ; H1 and H3 were supported, which means that HPWSs as a bundle could create IC in the healthcare sector for both Human and social capital ,whereas H2 wasn't supported.
The standardized coefficients for our direct relationships revealed that HPWSs significantly affect organizational performance. (i.e H4 was supported) . In the literature, prior empirical evidence supports these results (example Takeuchi, et al., 2007; Way, 2002) .
The fifth hypothesis proposed the positive relationship between intellectual capital's dimensions and OP . according to the results it was partially supported. It has seen that only human and social capital improve hospital's performance.it is worth to be mentioned that our results agreed with the prior studies that confirmed that relationship (Asiaei & Jusoh, 2015; Inkinen, 2015) .
At last, for examining the indirect effect we followed (Baron & Kenny, 1986) suggestions for the three-step approach. The standardized Coefficients and p-values for indirect relationships between HPWSs and OP were significant Table (VI) which means that H5 was also partially supported in our analysis . This paper explores the critical linkage between HPWSs system and OP through a mediating model. The results of the SEM approach provide some empirical evidence to support the hypothesized model within the Private health care organizations. First, Data analysis confirms that HPWSs contribute to the accumulation of both Human and Social Capital. Second, HPWSs, Human and Social capital associated with perceived OP. Third, HPWSs is significantly associated with OP through the mediating role of human and social capital. In fact, the paper found no significant evidence for Organizational capital in the model. a Reason of this result may be related to the non-ability of the private hospitals to institutionalize a knowledge management system.
The theoretical contribution of this paper is testing of a mediating model, which intervene between the best HRM practices, multi-dimensions for intellectual capital, and perceived OP.With respect to the managerial implications, this study has several important messages. First, HPWSs is suitable for organizations with high-skilled professionals in order to increase their performance. however, the mediating role of Human capital in the HPWSs-OP relationship suggests that implementing a well-designed HPWSs is relevant in shaping a highly qualified and skilled healthcare staff who can foster their hospital's performance through accumulating a knowledge-intensive base embodied in their humans and relations. second, it is better to enforce human capital within small hospitals than larger ones in order to achieve better outcomes. investing in doctors, nurses and other hospital staff may result in achieving better service performance.
The enforcement activities begin with the recruitment and selecting process in which HR manager should attract highly skilled, talented and motivated human resources. Moreover, for current staff, training programs, such as on-thejob experience, will result in identifying problems, correcting dysfunctions and developing the employees' knowledge. performance appraisal is another activity that ensures wellexpected outcomes through taking the correct actions for staff with low performance. concerning with customer's suggestions and comments about recruited and selected staff would be a sign for well-developed human capital activities ( Lin, Huang, Du, & Lin, 2010) .
As well, HPWSs helps in facilitating social relations among staff by improving the opportunity, motivation, and ability to assess one another's knowledge. Employment practices such as training programs and participation in decision making support freely knowledge sharing between different parties. However, the findings of this study are subject to a number of limitations. The main limitation involves the fact that our data collection depends upon the management view, ignoring the employee's perceptions on best HRM practices. A second important limitation includes the use of subjective performance indicators.
